developed the Personality-Related Position Requirements Form (PPRF), a public-domain job-analysis inventory specifically intended to map behavioral job requirements onto work-related personality traits. The goal of the PPRF was to allow one to establish the job-relatedness of personality assessment by having job experts determine whether effective performance on a specific job requires people to engage in various behavioral items (e.g., interact with clients, customers, or coworkers) that were developed to correspond to personality traits. These behavioral items are rated by job experts as not required, helpful, or essential to performance on the job in question. The PPRF was designed to be a public-domain job analysis instrument that could be used by both researchers and practitioners to make better decisions about matching personality dimensions to the specific needs of the job. According to the authors: "At this point, the PPRF is offered to researchers and practitioners so that improvements, refinements, and additional tests of the efficacy of the instrument in generating hypotheses can be conducted on a broad front" (Raymark et al., 1997; p. 735) . The PPRF job-analysis instrument can be obtained using this link: https://www.bgsu.edu/arts-and-sciences/psychology/services/personality-related-position-requirements-form-.html.
Unfortunately, Raymark et al's (1997) initial hopes for improvements and refinements have yet to come to fruition. Indeed, the PPRF has been largely neglected in the research domain. It has been cited only 165 times over nearly 2 decades, and there is little to indicate that the instrument has been widely adopted in practice (Goffin et al., 2011) . According to Goffin and colleagues, the contextual dimensions used by the PPRF do not map well to existing personality instruments, and thus we lack evidence showing that the traits identified as job relevant by the PPRF have greater criterion-related validity than traits identified as job irrelevant. This paper is aimed at beginning to address these concerns by providing a public-domain pool of personality items that map on to the PPRF dimensions. We suggest that this may serve as a repository of test items that can be used to assess job-related traits identified by the PPRF or other personality-based job analysis method.
From a research perspective, we provide an alternative to the International Personality Item Pool (IPIP; Goldberg, 1999 ) -a widely used set of personality items in the public domain. Moreover, our item pool has the added benefit of being work-related and mapping directly on to a personality-based job analysis instrument. From a practice perspective, we provide a repository of items for developing scales that may be used in concert with the PPRF, something that has been heretofore missing in the literature (Goffin et al., 2011) .
PPRF and the Big Five
Although the job-related behaviors for the PPRF were developed inductively, the five-factor model of personality (the Big Five; Saucier & Goldberg, 1996) was used as a taxonomy to sort the behaviors (Raymark et al., 1997) . Following this, the researchers logically sorted the work behaviors into meaningful subfactors of the Big Five, forming the 12 dimensions of the PPRF. Raymark and colleagues (1997) showed that 11 of the 12 dimensions of the job analysis inventory had internal consistency reliability above .70, interrater agreement ranged from .66 to .92, and the 12 dimensions were useful for discriminating among occupational groups containing 260 jobs. The developers of the PPRF, therefore, demonstrated the utility of the dimensions for describing jobs.
The PPRF developers left open the question, however, of how to match personality items to the dimensionsand whether dimensions identified as job related would successfully predict performance. According to Raymark et al. (1997) , "Nevertheless, evidence should be accumulated to show whether hypotheses developed with the help of the PPRF tend to be supported in practical use" (p. 734). Our goal in this study was to create a pool of work-related personality items, based on the PPRF dimensional structure, to provide a way for people to begin answering these questions.
Development of the Item Pool
The IPIP (Goldberg, 1999 ; http://ipip.ori.org) created a repository of personality items that could serve as a starting point for identifying items that map on to the PPRF. A five-member research group, led by Robert M. Guion and comprising of industrial-organizational psychology faculty and doctoral students at Bowling Green State University, independently identified IPIP items that were deemed fitting for each of the original 12 PPRF dimensions (see Table  1 ). Statements from each of the five general factors (e.g., Agreeableness) were allocated to the specific PPRF subdimension (e.g., collaborative work tendency) that appeared most appropriate. In choosing statements that corresponded with the PPRF dimensions, preference was to be given to statements with clear relevance to work settings rather than to social events or to life in general. Because the general factor Emotional Stability has just one PPRF dimension (emotional stability), items for the dimension were chosen according to their apparent relevance to behavior at work.
Discussion focused on those IPIP statements that at least two members had allocated to the PPRF subdimension. An initial item pool began with the selection of marker items and other IPIP items considered good fits as written (e.g., "I see myself as a good leader"). Some IPIP items were reworded to fit the PPRF definitions better, and some new items were written from scratch (e.g., "I can organize people to get things done"). It should be noted that most of the items are "new" items -items written by group mem- Personnel Assessment And decisions Personality item Bank bers or items suggested by but different from items in the IPIP list. This pool of items was administered to psychology undergraduates (n = 342). Responses were analyzed for scale intercorrelations, item-total correlations within scales (i.e., PPRF dimensions), and item correlations with other scales. Items and item statistics were examined within each dimension during group discussion. Those with low item-total correlations or too highly correlated with other dimensions were discarded. The final pool of 170 items is presented in the Appendix and may also be obtained using this link: https://www.bgsu.edu/arts-and-sciences/ psychology/services/personality-related-position-requirements-form-.html.
Analyses on Applicant Sample
We administered all personality items to applicants for mechanical service apprenticeships in several local building trade unions (n = 412). The vast majority (93%) of the applicants were male, with an average age of 29. Respondents were asked to indicate how accurate each item is in describing them. Responses range from 1 = very inaccurate to 5 = very accurate. Participants completed the items online and were told that their responses would be used for research purposes only.
Item analyses. Table 2 shows the means, standard deviations, and alphas for the personality scales mapping onto the 12 dimensions of the PPRF. This table shows that each of the 12 factors had strong internal consistency. Table 3 shows the intercorrelations of the 12 dimensions. Table 4 shows the results of confirmatory factor analysis (CFA) for each of the Big Five traits. Recall that the PPRF identifies three dimensions for Extraversion, Agreeableness, and Conscientiousness. It identifies one dimension for Emotional Stability, and two dimensions for Openness to Experience. The CFAs were conducted to determine fit of the personality scales to these hypothesized models. As shown in Table 4 , the hypothesized models provided reasonable fit with the data. For instance, the smaller RM-SEA indicates better fit. In contrast, the relatively higher values for TLI and CFI represent better fit. Finally, a value of SRMR less than .08 is generally considered a good fit (Hu & Bentler, 1999) . In addition, a parallel analysis, in conjunction with exploratory analysis, supported the hypothesized structure within each of the Big Five categories. For example, three factors were found for the Extraversion scale and one factor was found for the Emotional Stability scale.
Validity study. We conducted a validity study on a subset of the apprentices (n = 47) who completed training in heating, air conditioning, and mechanical-equipment service for the trade union. Records were examined related to their scores and grades in the apprenticeship class (i.e., customer service), records of absenteeism, and discipline actions. Table 5 shows the relation between the 12 personality dimensions and the various outcomes. The highest validities were observed for the Conscientiousness dimensions (i.e., general trustworthiness, adherence to work ethic, attention to details).
In order to examine whether personality dimensions identified as important by the PPRF were more valid than those not identified as important, we administered the PPRF (behavioral statements) to nine subject matter experts (SMEs) from the trade union. These people included the trainers in the apprenticeship program. Table 5 shows, by dimension, the percentage of PPRF behavioral statements identified by the SMEs as "essential" to performing the job. The highlighted dimensions are those in which the SMEs identified the constituent behaviors as essential at least 60% of the time. In general, those personality dimensions identified as important by the PPRF were also related substantively with work-relevant criteria. The average correlation for the personality dimensions that mapped on to the job-related PPRF dimensions with performance outcomes was .34. The average correlation for the personality dimensions associated with the non-job-related traits with performance outcomes was .24. We take this as modest evidence that the selection of job-related personality dimensions results in Bolded dimensions had an average of 60% of more behaviors rated as "essential." HSGPA = high school grade point average; Discipline = number of times disciplined; Service = performance in customer-service apprenticeship training; Absence = number of absences in the first-year class. *p < .05.
Personnel Assessment And decisions
Personality item Bank greater validity than the use of personality dimensions not identified by SMEs as job related.
CONCLUSIONS
Nearly 20 years ago, Raymark et al. (1997) presented a public-domain, personality-based job analysis instrument: the PPRF. In short, the instrument provides a method for developing hypotheses about the relation between personality constructs and performance on the job. Despite the authors' hopes that the instrument would stimulate research, and provide practitioners with an instrument to supplement existing job analysis instruments, the dimensions used by the PPRF do not map well to existing personality taxonomies such as those used in the IPIP. Moreover, we lack evidence showing that the traits identified as job relevant by the PPRF have greater criterion-related validity than traits identified as job irrelevant.
The primary purpose of this article was to present a public-domain repository of work-related personality items that may be used to assess the 12 work-related Big Five subdimensions identified by the PPRF. Our illustrative study showed some encouraging evidence for the dimensionality of the item pool, as well as the validity of job-related dimensions. Subsequent research is needed to further establish the connection between PPRF dimension importance and the validity of that dimension when assessed using our corresponding personality items. Establishing a relation between job relatedness and validity will go a long way toward enhancing the attractiveness of personality testing from a content-validity point of view. In addition, further scale development work can be done to show the item pool's relation with existing personality instruments, as well as investigating further the internal structure of the item pool. We hope this brief article stimulates such work.
